100) . This view is consistent with the economic literature: ".. .when labor markets are tight (jobs are more plentiful relative to job seekers) one would expect the quit rate to be higher than when labor markets are loose (few jobs are available and many are laid off)...One ineasure of tightness is the unemployment rate" (Ehrenberg & Smith, 1982, p. 285) . March and Simon (1958) , however, further argued that general labor market conditions influenced voluntary turnover through perceived ease of movement, which interacted with perceived desirability of movement to influence turnover. Their model suggests that certain factors (e.g. dissatisfaction) may "push" the employee to look for alternative employment, while other factors (e.g. the perception of attractive alternative job opportunities) may "pull" the employee to consider alternative employment.
A subsequent model by Mobley, Griffeth, Hand, and Meglino (1979) similarly hypothesizes that "economic-labor market" factors (e.g. unemployment, vacancy rates) influence turnover indirectly through "labor market perceptions." Perhaps because different types of employees are thought to face different tl~es of labor~arkets, Alternative Opportunities 4 occupational and personal characteristics (e.g. aptitude, tenure) are also included as determinants of labor market perceptions. Finally, these latter perceptions are specified to interact with desirability of movement perceptions to influence intention to leave which, in turn, has a main effect on turnover.
Other models, however, question whether the translation of intention into voluntary turnover behavior is so direct. For example, steers and Mowday (1981) and Michaels and Spector (1982) have argued that an intention to quit is more likely to result in voluntary turnover when labor market conditions are such that alternative jobs are more generally available.
As Michaels and Spector suggest:
"If a person intends to quit a job, he or she most likely would quit when another job became available" (p. 58). Similarly, Muchinsky and Morrow (1980, p. 276) that the most immediate precursor to turnover is intention to leave/stay, which mediates the effects of other factors on turnover.
--------------------------
Insert Figure 1 Finally, because the factor scores did not have an easily interpretable metric, they were converted to z scores.
Intention to stay was measured by asking "How much longer do you intend to stay at this job?" Possible responses were: 1 year or less (=1), 1 to 2 years (=2), and 3 or more years (=3). 
Results
The means, standard deviations and intercorrelations for all variables appear in Table 1 . (1979a) based-model depicted in Figure 1 (solid lines) . The parameter estimates for this model appear in The form of the interaction was such that intention to stay was most strongly associated with turnover when the unemployment rate was low, consistent with the hypothesized modification to the model (see Figure 3 ). For example, at an unemployment rate of 5%, a change from high intention to stay to low intention to stay was associated with a change in the turnover probability from .14 to .55--nearly a fourfold increase. In contrast, Chou, 1987) . -------------------------------------- ---------------------- The finding that perceptions did not have a stronger role in mediating the influence of the unemployment rate is probably due, in part, to the fact (discussed earlier) that alternative job offers are often unexpected and unsolicited (Granovetter, 1974) . Under such circumstances, ease of movement perceptions will typically change too quickly to be captured using traditional measurement approaches (i.e. at a single point in time). Therefore, an apparent solution would be to use continuous monitoring of perceptions as a means of detecting changes that may occur after the receipt of an alternative offer or after an unsuccessful search for another job. That continuous monitoring would be necessary, however, may suggest that an important substantive aspect of turnover decision-making is the lack of information about either the range or attributes of alternative job opportunities (Reynolds, 1951; Granovetter, 1974; Segal, 1986; Schwab, Rynes, & Aldag, 1987) . This poor information is probably due, in part, to the rarity of active job search among employed workers (Rosenfeld, 1977 The importance of this age group is further demonstrated by the fact that a short.age of young workers for entry-level jobs due to the "baby bust" between 1965-1979 has become a major concern (Supple, 1986), particularly in the service sector where employers have been developing special programs to attract and retain entry-level employees (Kimmerling, 1986) . Also, the fact that most turnover occurs during the first year of employment suggests that research based on young (and thus largely low tenure) employees has special relevance in designing programs to reduce voluntary turnover.
----------------------------------------

Insert Tables 4, 5 and 6 about here
A second possible limitation was the use of a single-item measure of perceived ease of movement. Multiple item measures permit estimation of internal consistency reliability, are typically more reliable, and can offer more complete coverage of the construct domain.
They also offer the opportunity to examine which aspects of alternative opportunities (e.g., quantity, quality, see Steel & Griffeth, 1989) have the most impact on turnover intentions and behaviors.
Consequently, a multiple item measure would perhaps lead to even stronger support for the role of perceived ease of movement. Table 6 Alternative Opportunities 
